
About one year ago I took a look at my business’ future potential retirements.  This was 

a simple demographic look ahead across all operations.  I broke the results down by op-

eration and sub-totaled by each of five yours ahead.  When I had a chance to consider 

the numbers, my jaw hit my chest!  We would lose as many as 39% of our Supervisor/

Manager/Professional level employees over the next five years!   What was I going to 

do to make sure we had the talent to take our company forward over the next ten years? 

The journey since has been full and fun.  Suddenly, when I took a moment to breathe, 

earlier this week, I observe that we have the beginnings of a first class process to ad-

dress this pending challenge.  I would like a catchy title of some kind to simplify any 

references to it, to create that common organizational language that is understood by all.  

I am sincerely open to your recommendations.  It’s not just a “leadership development” 

process because what we are doing involves more than this.  Here’s a snap shot of the 

categories of actions we are taking: 

Partnering with Colleges/Universities to engage with future interns 

A robust skills development program for all 55+ leaders in our region 

Individual skill development as identified in performance evaluations or personal 

requests 

Manager level team building events (Patrick Lencioni style!) 

Region employee Breakfast Updates 

Compensation and “Currency” considerations (Dr. John Bowling’s language!) 

Human Capital  Planning Reviews (Similar to Capital Expenditure Reviews) 

Direct Hire Recruitment (the old fashioned way) 

This “grand plan” was not intentional.  That is to say, the bullet points above appear to 

be a well- designed plan, but, in fact, we simply started the work and then the “plan” 

was formed!  As we stepped back to look, we saw what you see above.  It’s been an 

amazing journey.  I’d love to share stories with you.  Lyndell Smothers, VP HR for 

Fire Mountain Gems, Guy Perrin, Center Point Leadership and I will present a 

panel discussion around this topic in November.  It will be a lively interaction with 

you. 

If you have a recommendation for what to call this process, please tweet us: 

@SHRMROGUEVALLEY 

We would love to learn with you… 
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Window into Workplace Diversity and Inclusion Issues 2014 
What D&I issues are you grappling with? 

 

~ by Patricia (Trish) Forde, SPHR, GPHR 

 

Since I became the Diversity Director on the Rogue Valley Chapter Board this year, I have begun to 

make a concerted effort to become more aware of the diversity and inclusion (D&I) issues in our own 

little corner of Southern Oregon.  With that goal in mind, I will be posting updates in the chapter news-

letter from time to time, addressing the top D&I issues that are becoming tends and topics of interest for 

our HR colleagues worldwide.  The following list of 12 issues have been identified by SHRM’s special 

expertise panels aligned at SHRM headquarters to be the top issues of 2014: 

 

 

  1.    Expansion of Americans with Disabilities Act Amendments Act (ADAAA) continues to add com-

plexity to accommoda-tion issues.  

 

2.   Globalization increases the need for cultural competence.  

 

3.  Technology advances and innovation leave skills gaps and continue to keep CEOs up at night.  

 

4.   Women’s participation in the global workforce is increasing and tends to be the main focus of D&I 

efforts worldwide. However, women still lag behind men in equal pay for same jobs, in representa-

tion in senior/executive/board levels, and in the science, technology, engineering and math (STEM) 

fields.  

 

5.  Social media is still a growing concern in recruiting efforts relative to the biases associated with can-

didates’ profiles.  A large number of companies don’t have a social media policy, and they are still 

grappling with how to balance social media with expanding their employer plant, appeal to Genera-

tion Y, and maintain transparency and company confidentiality. 

 

6.  The expansion of affinity groups to employer networks or business resource groups has grown beyond 

race and gender to include religion, disability, hobbies, causes, etc.  
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7.  There is an increased conversation and focus on LGBT issues and benefits.  

 

8.   A fifth generation on the horizon will add to the conflicts and challenges currently presented with 

four generations in the workplace (communication, work styles/preferences, development/growth, 

etc.). 

 

9.   White males are feeling excluded from the diversity and inclusion conversation and believe that 

these efforts leave them experiencing reverse discrimination and being marginalized.  

 

 

10. With more Traditionalists and Baby Boomers staying in the workforce longer than anticipated, 

companies are faced with issues associated with an aging workforce: phased retirement, knowledge 

management (capture and transfer), disabilities, increased medical costs, and engagement.  

 

11. Workplace flexibility is a growing business strategy for companies that want to attract and retain a 

more diverse, virtual and global workforce. 

 

12.  Lack of education/vocational training leaves gaps in careers such as electricians, plumbers, carpen-

ters and other profes-sions that computers cannot replace.  

 

13. With the increase in religious identities, as well as those who are now identifying as 

“none” (meaning they don’t identify with any organized religious group and include atheists, ag-

nostics, etc.), organizations must find ways to address the tensions, conflicts and accommodations 

necessary to be more inclusive and accepting of differences. 

 

I would be interested to know if you are dealing with any particular D&I issues in your workplace and 

would like to bring the topic to attention to receive advice and/or comments from your HR colleagues 

in future newsletters in the D&I column.  You can accomplish this by emailing me directly 

(pforde@hersheys.com).   

 

If you would like your question/comment to be posted anonymously, I will gladly protect your identity 

and post your question/comment in next month’s newsletter for responses from your HR colleagues. 

 

 


